Employee leakage is achieving basic levels for some Hotels chain, which battle to keep up legitimate staffing levels in a tight labour market (WeiBo et al. 2010) . Leakage has been a measure of performance in hotels that is costs lots of money related to financial and operational effectiveness. Organizational stability is known to have a high level of relationship with low leakage. Signs are that employees will probably stay when there is an anticipated and stable workplace (Zuber, 2001) . The current study conducted through cross-sectional design to gather primary data in order to determine causes for the high employee leakage in three-star hotels. Data were collected from the professional, supervisory, and managerial staff in these hotels in greater Cairo. Using regression analysis, it was determined that the individual leakage causes and satisfaction was a statistically significant variable when analyzing leakage causes in the current study. Over 25% of the variation in leakage causes was explained by the components of the survey. This research is important to industry professionals as well as academics to help estimate and decrease staffs' leakage in various sectors of the hospitality industry. Based on the results obtained, the study showed a set of recommendations such as implementing a career development plan and acknowledging the talents and abilities gained by the hotel workers. Human resource management should offer support to employees and a stable and healthy work environment. One-on-one conferences should be scheduled between workers and their managers. Key words: leakage, retention, three-star hotels.
Introduction
The hospitality industry often suffers from high staff leakage; although the main challenge for Hotels is staff retention. The cost of recruiting and employing a new staff member is very high, and it takes approximately six months to recruit, induct, and train one. Staff leakage at Egyptian hotels has increased considerably. However, this still negatively affects hotel revenue each year. Staff leakage affects the standard of service provided to guests. It also has an impact on staff job satisfaction, as constantly training new staff adds to the work of more experienced staff, which can be frustrating, especially during peak periods. Leakage refers to the "amount of movement of employees in and out of an organization, and is normally presented in terms of the leakage rate. Tanke (2001) has defined leakage as the movement of employees out of the organization. Carley (1992) stated that employee's leakage implies to the rotation of staffs around the labor market, between hotels, employments and careers. However, leakage costs of many organizations are very high and significantly affect the financial performance of an organization. Direct expenses include selection, recruitment, and training of new individuals. Much time and cost go into this procedure. Indirect expenses include particular things, such as expanded workloads and overtime costs for staffs, and in addition decreased efficiency related to low employee morale. . Evaluated costs fluctuate from from organization to organization. It has been also estimated that, on average, it costs a company one-third of a new hire's annual salary to replace an employee (Willis 2002) . Saifuddin et al. (2008) mentioned that high leakage and absenteeism are reported to be related to job dissatisfaction, while low absenteeism is associated with high job satisfaction. Schermerholn (1996) indicated that the assessment of job satisfaction in an organization can build positive results, for example, staff performance and satisfaction, and diminish non-attendance and leakage. Examining the employee or employee's value-perception can help managers to assemble and make workplaces that assistance them to accomplish abnormal amounts of worker satisfaction. The aim of exploring worker job satisfaction is a stage toward making creating a healthy psychological contract for individuals at work. Taylor (2002) suggested that customers yearn for that personal touch and human encounter with the employees during service. Therefore, it is important to understand and control labor leakage at all levels. According to Kusluvan (2003) , one of the major causes of friction between employers and their employees is a real or perceived lack of fairness in the distribution of wages. Job Satisfaction in Hotels Human resources realized that the principal contact that employees have with an organization after being hired is essential to their achievement in the work environment. Cascio (2002) affirmed that job satisfaction might emerge from a wide range of sources, including levels of role ambiguity, autonomy, quality of supervision, quality of social relationships, and level of support in the workplace. The satisfaction-leakage relationship may likewise be directed by different factors, such as gender or mood. Van Dick et al. (2004) discovered confirmation that hierarchical distinguishing proof anticipated leakage goal yet the relationship was incompletely intervened by job satisfaction.
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The Concept of Labor Leakage
The expression "leakage " is characterized by Wood (1999) as the ratio of the number of employees who have left the organization, divided by the average number of people in that organization during the period under consideration. Either each time a position is cleared in the organization, voluntarily or involuntarily, another worker must be contracted and prepared. This replacement cycle is known as leakage. The term is also often used to measure the relationship of employees in an organization as they leave, regardless of the reason. Employee leakage additionally identifies with the development of human resource inside the organizations where employees move from job to job, through transfer, promotion or relocation (Taylor, 2002) . According to Bolch (2001) , work leakage is a critical parameter, which demonstrates the general strength of an industry or a foundation as far as salaries, mechanical relations, working conditions, and other welfare offices gave to the specialists. As per Gupta and Shaw (2001) , employee leakage is one of the viewpoints most concentrated in hierarchical research but very little is known regarding to conceivable reasons for leakage among experts. Organizational stability is known to have a high level of relationship with low leakage. Signs are that employees will probably stay when there is an anticipated and stable workplace (Zuber, 2001 ).
Causes of Labor Leakage
Organizations today generally recognize the vital contribution that their employees play in conveying the quality services. However, they additionally bend over backward to drive down inside expenses as a major aspect of the value duty. Work leakage is viewed as one zone of cost which can be measured and benchmarked and is viewed as a critical factor when measuring organizational performance, which management can affect (White, 1995) . Low work leakage is viewed as a benefit in the aggressive war. High work leakage is viewed as an issue to be addressed (Glebbeek and Bax, 2004) . As indicated by Hinkin and Tracey (2000) high workers' leakage rates in the lodging business are not nation particular; this is an overall pestilence. As indicated by Taylor (2002) , a few jobs are characteristically more appealing than others. A vocation's appeal will be influenced by numerous qualities, including its tedium, challenge, threat, perceived importance, and ability to evoke a feeling of achievement.
Strategies to Eliminate the Leakage
Holding capable workers can thus be viewed as a key move made to achieve current hierarchical goals, and particularly for what has to come. To hold abilities, Chiu et al. (2005) additionally says "a winning employee esteem proposition», implying that for an association to interest the workers they need to keep the organization's product and brand must be customized such that it bids to the workers. Even more nearly this interest is about the realness on how the organization is spoken to both remotely and inside in the authoritative culture and its esteems" (Ready et al., 2008) .
Objectives
The purpose of this study is to undertake an empirical approach to investigate the potential relationship between the working satisfaction structure and the organization employee leakage. The primary objectives were defined as follows: 1. To investigate and highlight the causes for high employee leakage at three-star hotels in Greater Cairo, Egypt.
2. To study how to reduce the staff leakage and increase employee retention in three-star hotels Greater Cairo.
Hypotheses
Hypothesis 1: There's a significant relationship between the individual leakage causes and managerial leakage causes. Hypothesis 2: There's a significant relationship between the individual leakage causes and the employee level of education and experience. Hypothesis 3: Managerial leakage causes influenced by the individual leakage causes.
Methods and materials
Research design This study was conducted through cross-sectional design to gather primary data. This is the case where the researcher interviews a sample group either individually or as a group to represent the opinions of the whole population. The advantages of this design over other research designs are that the data can be collected within a short period and is less expensive (Gregory, 2014) . The independent variables for this study were individual causes satisfaction. The dependent variable was leadership and organizational culture causes. The study aimed to investigate two research questions related to contemporary human resource management in the hotel industry of Greater Egypt. Two central questions were put to the employees in a sample of three-star hotels in Greater Cairo: 1. What are the causes for the high employee leakage in three-star hotels?
2. How to reduce the staff leakage and increase employee retention in three-star hotels in greater Cairo?
Target Population
According to The Egyptian Hotel Guide (2014), there are 36 three-star hotels in Greater Cairo with a total of 5410 employees. Out of the 36 hotels, 7 hotels (constituting a representation of 20%) with a total of 541 employees (constituting a representation of 10%) were sampled to provide the respondents. Mugenda&Mugenda (2008) explained that in a large population (like the one under study) 10% of total population or more would be sufficient as a sample study. Out of these 541 employees, 358 were picked to form the target population for the study according to sample size Equation of Stephen Sampson. The hotels selected were evenly distributed within the study area. Greater Cairo was considered appropriate for providing a focal point for the study of factors influencing employee leakage in the hospitality industry.
Sampling Design and Sample Size
Data were collected from the professional, supervisory, and managerial staff in the three-star hotels in of 2015/2016. The accessible population was defined as professional, supervisory, and managerial staff in all departments who have participated in the study process. The personnel records of the individual departments identified the frame of the accessible population. The list of employee participants was provided directly by each department from their personnel management databases. The total number of eligible personnel in the study was 358 employees. Selection of a random sample from each hotel to receive the survey was proposed by the researcher to the hotel management.
Reliability of the Instruments
Reliability is a measure of how much research instruments yield reliable outcomes after rehashed preliminaries. It is basically the degree to which test scores are free from measurement errors (Mugenda and Mugenda, 2008; Gall and Borg, 2006) . The test -retest method was employed to establish the reliability of the questionnaires. This was done by administering the same instrument to the same group of respondents more than once. (Gregory, 2014) . Table (1) shows a Cronbach's alpha of .78 was found from the pilot test, indicating that the instrument was reliable with a high degree of internal consistency. Because of these positive results, no modifications were made to the instrument. 
Data Collection Method
Data collection method can either be quantitative or qualitative data, quantitative is used as a "synonym for any data collection techniques, such as a questionnaire or data analysis procedure such as graphs and statics, that generates or uses numerical data in contrast qualitative is used as a synonym for any data collection techniques such as an interview or data analysis procedure such as data that generated or use non numerical data" (Judd et al., 1991) .
Data Analysis
Data were analyzed using descriptive statistics. The statistical package for social sciences (SPSS) version 24 was used to process and analyze the data collected which was then presented in form of frequency tables. This was done according to the variables, which included reward and compensation, labor market, leadership/managerial style, and the organizational culture as the factors influencing the employee leakage in the hospitality industry. Multiple regression analysis technique was used to calculate factors affecting employee leakage in the hospitality industry since it indicates the individual effect of each independent variable on the dependent variable.
It also permits one to analyze a relationship among a large number of variables in a single study (Gall and Borg, 2006) . The researcher adopted the following to aid in the interpretation of these scales: 1.50 or less = strongly disagree; 1.51-2.5 = disagree; 2.51 -3.49 = Neutral; 3.50 -4.49 = agree; and 4.5 or greater = strongly agree.
Results and discussion Individual causes satisfaction
According to the analysis of table 2, Respondents "Agreed" (item scores item scores between 4.49 -3.50) with sixteen of the items included in the scale which represent 73% of total scale contribution "individual causes satisfaction". The items with which they most agreed were "Attractive salary and benefits are the major drivers that would make me stay in my current job, Good working environment is the major driver that would make me stay in or leave my current job, I am not satisfied with the current work load, The work load is divided equally among all the organization employees, I believe that lack of career development is one of the reasons for employees to leave the organization, My organization is not fair in general, There is promotion and appraisal procedure in the organization, I stayed at the current job because I don't have other options, Upper management not allow me to participate in decision making, The relationship between employees and managers is good, Interpersonal relationship between employees is good, my current organization is not impartial for over all benefits of employees, I believe that mismanagement is one of the basic reasons for employees to leave their current job, There are jobs in my department that are affected because of employee Leakage , I feel not secure in my job, and My manager is not sympathetic of my personal problems in the work". These items indicated that salary, mismanagement, and benefits are the major concern for employees to leave or stay in their job. The previous results revealed that employees are not satisfied with their development plan in three star hotels, and they just stay in their job because they don't have any another options. In addition, they think that there's fairness in work load distribution, but the load itself is too much. This may be due to less of the hiring new staff instead of the people who left. In addition, respondents "strongly disagreed" (item scores 1.51 or less) with one of the items included in the scale "individual causes satisfaction. The item with which they most strongly agreed were "Unfair rewards and promotion systems would drive me to leave my current job". Additionally, employees "disagreed" (item scores between 2.5 -1.51) with five of the twentytwo items used to personal reasons for leakage. "Employees who work more are rewarded with better appraisal rate and a promotion, Career development program is available in the organization, job training and career advancement is given in a fair manner, my immediate boss/administration arranges flexible working conditions, and I am provided with necessary tool/resources to complete my job".
These reached results revealed that upper management should consider the process of design and implementing strategies to reward employee fairly with the goal to attract, motivate and retain those employees that are believed to help facilitate the recognition of hotel goals. Moreover, upper management should permit subordinates to take part in decision-making and give them a considerable degree of autonomy in completing routine work activities. Combining between democratic (subordinates are allowed to participate in decision-making) and directive (subordinates are told exactly how to do their jobs) styles gives management distinct ways to manage and increase employees satisfaction which should limit the leakage rate. As shown in table 2, Respondents "Agreed" (item scores item scores between 4.49 -3.50) with fourteen of the items included in the scale which represent 64% of total scale contribution "leadership and organizational culture causes". The items with which they most strongly agreed were "Managers acknowledge employees' contributions, Managers do not provide constructive feedback during the appraisal, Managers treat employees equally, Managers maintain a professional relationship with employees, My values are aligned with the organization's culture, staff development considered with the organizational growth, staff not eager to come to work most of the time, I feel like the management team here is not transparent, Managers give each other respect , I have been spoken about my, personal development in last six months, Reward and compensation is not in tandem with job done , Reward and compensation is worse than in other firms , Work life balance promoted and practiced in the company, and The Organization pays additional and excess cost for announcement, medical, and other matters when recruiting new employees." These items indicated that employees are satisfied about the managers' performance. On contrary they are dissatisfied from the lack of management transparent, and employees' motivation. Employees selected two of the items included in the scale "leadership and organizational culture causes classified as: Neither Agree nor Disagree 3.49 -2.51". "Management tries their best to ensure that employees will not leave the organization, and Managers have sufficient knowledge of the job" Respondents "strongly disagreed" (item scores 1.51 or less) with one of the items included in the scale "individual causes satisfaction. The items with which they most strongly agreed were "My manager doesn't keep me well informed on work issues." In addition, employees "disagreed" (item scores between 2.5 -1.51) with five of the twenty-two Items used to personal reasons for leakage. "Managers offer and promote all the ways to develop his team, my managers neither listen nor valued my suggestions, my managers use tactful discipline, social activities is considered a part of organizational culture, and there is high morale among members of the organization". These results revealed that manageress must maintain a good work environment with fair treatment with all employees, and he should be empathy when an employee approaches him. They must personally behave in co-incidence with lush values and beliefs, and they must train. They must threw in one lot with and uphold the culture. With the astuteness of training in today's organizations, and it's ahead of the game full head of steam on employee behavior, leaders in organizations should create a training that supports prosperous moral and ethical behavior. That behavior becomes a powerful way of communicating a front page new, especially if the leaders are totally uninterrupted in their enjoy behavior. It is the character that sends the message practically the leader's priorities, values, and beliefs. It is thus the consistency that is having to do with and not the degree of the action.
The output of The results of table 4 explained that the linear regression analysis estimates the linear regression function to be y = 49.872+ .346* x. This means that an increase in one unit of x results in an increase of .346 units of y. The test of significance of the linear regression analysis tests the Hypothesis that the estimated coefficient is 0. The t-test found that both intercept and variable are highly significant (p < 0.001) and thus we might say that they are significantly different from zero. This result confirms Hypothesis 3 "Managerial leakage causes influenced by the individual leakage causes. 
Discussions
Mean and standard deviation analysis Respondents "Agreed" (item scores item scores between 4.49 -3.50) with sixteen of the items included in the scale which represent 73% of total scale contribution "individual causes satisfaction". These results indicated that salary, mismanagement, and benefits are the major concern of employees to leave or stay in their job. The pervious results revealed that employees are not satisfied with their development plan in three star hotels, and they just stay in their job because they don't have any another options. In addition, they think that there's fairness in work load distribution, but the load itself is too much. This may be due to less of the hiring staff instead of the people who left. Employees "strongly disagree to disagreed" (item scores between 2.5 -1.51) with six of the twenty-two Items used to personal reasons for leakage. These results revealed that payoff management should consider the process of design and implementing strategies to reward employee fairly with the goal to attract, motivate, and retain those employees that are believed to help facilitate the recognition of hotel goals. Moreover, upper management should permits subordinates to take part in decision-making and gives them a considerable degree of autonomy in completing routine work activities. Combining between democratic (subordinates are allowed to participate in decision-making) and directive (subordinates are told exactly how to do their jobs) styles gives management distinct ways to manage and increase employees satisfaction which limit the leakage rate. Respondents "Agreed" (item scores item scores between 4.49 -3.50) with fourteen of the items included in the scale which represent 64% of total scale contribution "leadership and organizational culture causes". These results indicated that employees are satisfied about the managers' performance. On contrary they are dissatisfied from the lack of management transparent, and employees' motivation". Employees "strongly disagree to disagreed" (item scores between 2.5 -1.51) with six of the twenty-two Items used to personal reasons for leakage. These results revealed that manageress must maintain a good work environment with fair treatment with all employees, and they should be empathy when an employee approaches him. They must personally behave in co-incidence with lush values and beliefs, and they must train, others racket the same. They must threw in one lot with and uphold the culture. With the astuteness of training in today's organizations, and it's ahead of the game full head of steam on employee behavior, leaders in organizations should create a training that supports prosperous moral and ethical behavior. That behavior becomes a powerful way of communicating a front page new, especially if the leaders are totally uninterrupted in their enjoy behavior. The character sends the message practically the leader's priorities, values, and beliefs. It is thus the consistency that is having to do with and not the degree of the action. Regression The results revealed that the adjusted R² of the model is 0.254 with the R² = .256. This means that the linear regression explains 25.6% of the variance in the data. The adjusted R² corrects the R² for the number of independent variables in the analysis, thus it helps detect over-fitting, because every new independent variable in a regression model always explains a little additional bit of the variation, which increases the R². The Durbin-Watson d = .509 is between the two critical values of .50 < d < 2.39. The regression coefficients, the intercept, and the significance of all coefficients and the intercept in the model. The results explained that the linear regression analysis estimates the linear regression function to be y = 49.872+ .346* x. This means that an increase in one unit of x results in an increase of .346 units of y. The test of significance of the linear regression analysis tests the Hypothesis that the estimated coefficient is 0. The t-test found that both intercept and variable are highly significant (p < 0.001) and thus we might say that they are significantly different from zero. This result confirms Hypothesis 3 "Managerial leakage are influenced by the individual leakage causes". In summary, this study investigated the relationship between the managerial causes of leakage and the individual causes of leakage , and The correlation analysis found a high positive correlation between the two variables (r = 0.506). We then conducted a simple regression analysis to further substantiate the suspected relationship. The estimated regression model is individual cause = 49.872 +. .346* managerial causes with an adjusted R² of 25.6%; it is highly significant with p < 0.001 and F = 114.903. The standard error of the estimate is 6.19031. Thus, result can not only show a positive linear relationship, and we can also conclude that for every additional individual cause the managerial cause will increase by approximately .346units.
